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Abstract 
 
Profit performance to evaluate the effectiveness of the organization as a whole, emerging from the 
effective use of all organizational resources, including each employee. The staff is not the same 
exercise their professional responsibilities in any organization or department there are leaders, 
outsiders and middle peasants. However, in order to carry out this differentiation, it is necessary 
to have a uniform system for evaluating the effectiveness of the each employee of his duties. In 
article we analyzed the methods of assessment in the evaluation of the effectiveness of the quality 
of employees of the banking system. 
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MAIN PART 
 
Such a system improves the effi-
ciency of human resource management 
through the organization: (a) positive impact 
on employee motivation. Contact a beneficial 
effect on employee motivation, allowing 
them to adjust their behavior in the work-
place, and improve performance, (b) planning 
training. Evaluation of personnel makes it 
possible to identify gaps in the competencies 
of each employee and provide measures to 
eliminate them, (c) planning professional 
development and careers. Evaluation of staff 
reveals their strengths and weaknesses 
professional quality that allows you to 
thoroughly prepare individual development 
plans and effectively plan a career, and (d) 
decisions on compensation, promotion, 
dismissal. 
Regular and systematic evaluation of 
staff provides leadership of the organization 
the information necessary to make informed 
decisions to increase wages (reward your best 
employees has a motivating effect on them by 
their colleagues), promotion or dismissal. 
When dismissing the existence of documen-
ted data on the systematic implementation of 
an unsatisfactory employee is dismissed of 
their duties much easier position of the 
organization in the event of litigation. 
 The above benefits do not come 
automatically to the organization at the time 
of the introduction of the evaluation system. 
They realized if the following number of 
additional conditions. First, the evaluation 
system and, most importantly, the actual 
assessment of employees should be as 
objective and perceived staff as the objective. 
Second, the results of the evaluation shall be 
confidential, that is known only to the 
employee, his supervisor, human resources 
department. Publication of the results creates 
tension in the organization contributes to the 
antagonism between the staff and employees, 
diverting staff from the preparation and 
implementation of the plan to eliminate 
deficiencies. Adoption of the staff appraisal 
system and their active participation in the 
evaluation process are also the precondition 
for its effective functioning. 
 Creating a rating system, equally 
balanced in terms of accuracy, fairness, 
simplicity and clarity is very difficult, so 
today there are several systems of personnel 
evaluation, each of which has its advantages 
and disadvantages. However, the most 
common are by far the system of periodic 
evaluation of personnel. 
  Methods of assessment (in which the 
staff evaluates the immediate supervisor) are 
traditional to most modern companies. They 
are effective in large hierarchical organi-
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zations operating in a fairly stable environ-
ment. At the same time, these methods have 
number drawbacks that make them inade-
quate for today's dynamic companies that 
operate in the global competition.  
Traditional methods: (a) focused on 
individual workers, estimating it out of the 
organizational context. Employee unit failed 
the strategically important project can get the 
highest attestation assessment, (b) based 
solely on an assessment of the employee 
supervisor. In fact, the head is in the "King 
and God" in relation to the slave - it defines 
its objectives, monitor and evaluate at the end 
of the year. Completely ignored the views of 
other contractors appraise - colleagues in the 
organization, subordinates, managers of 
higher-level customers and suppliers, and (c) 
oriented to the past (on the results achieved) 
and do not include long-term prospects of the 
organization and the employee. 
The inadequacy of many organi-
zations, traditional methods of evaluation led 
them to begin an active search for new 
approaches to personnel evaluation, are more 
relevant to today's realities. You can select 
multiple areas in the development of uncon-
ventional methods. First, new methods of 
appraisal review working group (division, 
brigade, and temporary staff) as the basic unit 
of organization, focus on an assessment of 
the employee by his colleagues and the 
ability to work in a group. For example, some 
companies that make extensive use of 
temporary method of project teams carry out 
certification of its members upon completion 
of the project and not at regular intervals 
(every year). Second, the estimate individual 
employee and the working group is based on 
the results throughout the organization. Third, 
is taken into account not only (and in many 
cases, not so much) the successful imple-
mentation of today functions as the ability to 
professional development and the develop-
ment of new trades and skills. American 
aerospace company certifies its employees 
(and increases their wages) on the basis of 
assessment of learning new professions and 
practices. 
 Nontraditional methods of assess-
ment were spread fairly recently - 10-15 
years ago, so they are still often referred to as 
experimental. Nevertheless, some of them are 
already widely used and well established as 
«standard» methods for assessing staff of 
many companies. Among these methods, of 
course, are "360 VALIDATION". 
 When "360 certification" officer 
estimated your supervisor, your colleagues 
and subordinates. The specific mechanisms 
of certification may be different (all appraiser 
fill the same form of assessment, each 
category fills a particular form of attestation 
of colleagues and subordinates carried out 
using a computer, etc.), but the essence of 
this method is clearly reflected in its title -
namely, obtaining a comprehensive assess-
ment of the employee. 
 Nontraditional methods of assess-
ment can overcome the inherent short-
comings of the traditional system, but their 
use can also create some problems for the 
organization. First of all, the expansion of the 
staff, evaluating appraise can cause a number 
of conflicts between him and his co-workers 
or subordinates, associated with the 
objectivity of the assessment and perception 
of this as an objective assessment by the 
appraise. Shift towards building, which is 
difficult to assess and, most importantly, 
explain the ranked person can also become a 
source of resentment and conflict. Therefore, 
new methods of assessment should be 
carefully considered by experts and are well 
understood by all other staff members. 
 Psychological assessment techniques 
are peculiar kind of non-traditional methods 
of certification. Professional psychologists 
with special tests, interviews, exercises 
evaluate the presence and degree of deve-
lopment of certain characteristics of the 
employee. In contrast to the traditional 
certification are not ranked results (efficiency 
in the post), and potential employees. 
Psychological methods can achieve a high 
degree of accuracy and detail of the eva-
luation, but significant costs associated with 
the need to attract professional psychologists, 
limit the scope of their application. In modern 
organizations, these techniques are used 
primarily to determine employees with 
leadership potential - the future leaders. 
Large companies are creating special prog-
rams for assessing the potential of their 
employees with psychological methods, 
called assessment Сenters for capacity 
building. 
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 Organization periodically evalua-tes 
their employees to improve their performance 
and determine the needs for professional 
development. Regular and systematic evalu-
ation of staff has a positive effect on 
employee motivation, their professional 
development and growth. At the same time 
the assessment is an important element of 
human resource management because they 
provide an opportunity to make informed 
decisions regarding compensation, promo-
tion, dismissal, and employee development. 
 The choice of methods to assess 
personnel for each organization is unique task 
which can only solve the leadership of the 
organization, possibly with the help of 
professional consultants. Similarly, the 
system of compensation, performance apprai-
sal system should recognize and reflect a 
number of factors - the strategic goals of the 
organization, the state of vernal environment, 
organizational culture and structure, employ-
ment characteristics in its workforce. In 
stable organizations with stable hierarchical 
structure, as a rule, can be used off traditional 
methods of assessment; for dynamic 
organizations in a changing environment, 
more suitable alternative methods. When 
choosing a certification system should pay 
particular attention to its consistency with 
other systems of personnel management - 
compensation, career planning, vocational 
training, to achieve synergies and avoid 
conflicts and contradictions.  
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